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ABSTRACT 
In terms of Section 9 of the Constitution of the Republic of South Africa of 
1996, Chapter Two, the Bill of Rights, there should be gender equality 
amongst other things. In terms of Section15 (i) of the Employment Equity Act 
(Act 55 of 1998), there should be equal representation of suitably qualified 
people from the designated groups (blacks, women and people with 
disabilities) in all occupational categories and levels in the workforce. Section 
15 (ii)provides that an employer who employs more than 50 employees must 
conduct a gender audit and make a gender equity plan and implement it when 
new employees are employed. In the Department of Education in the District 
of Butterworth, there is no gender equality in the number of senior secondary 
school managers. Men constituted 65% and women constituted 35%. 
The study investigated reasons for unequal representation of men and women 
as senior secondary school managers. The study was qualitative in design. 
The participants in the study were the Assistant Director of the Human 
Resource Section of the Department of Education and school governing body 
members, who were parents and educators. Interviews were used to collect 
data from the participants 
The study found that, amongst other things, gender equity was not considered 
when senior secondary schools managers were employed. That was why 
there was unequal representation of men and women in senior secondary 
schools’ management positions. This implied that those involved in the 
employment of secondary school managers in the district of Butterworth did 
not consider the Employment Equity Act (Act 55 of 1998) as a guide when 
employing senior secondary school managers in order to be able to achieve 
gender equality in this position. That was why there was unequal 
representation of men and women in senior secondary schools’ management 
positions.  
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CHAPTER 1 
 
ORIENTATION AND INTRODUCTION OF THE STUDY 
1.1 INTRODUCTION 
In every country, the public service is governed by legislation which 
determines how services should be rendered. The legislation covers a wide 
range of issues including financial and operational activities. The legislation is 
usually derived from the constitution of the country. This is determined by the 
policy framework of the country. South Africa is a constitutional state, with its 
constitution as the highest law of the land. The legislature is responsible for 
policy formulation upon which the activities of public institutions are based. 
South Africa’s policy framework includes the Employment Equity Act (Act 55 
of 1998). This Act has a determining effect on the employment relationship 
between the employers and employees in South Africa.  
According to Section 15 (i) of the Employment Equity Act (Act 55 of 1998), 
there should be equal representation of suitably qualified people from the 
designated groups (blacks, women and people with disabilities), in all 
occupational categories and levels in the workforce. However, it appears that 
the current situation with regard to senior secondary school’s managers in 
Butterworth District of the Department of Education in the Eastern Cape 
Province does not reflect this. As of August 2012, there were seventeen (17) 
female and thirty one (31) male senior secondary school managers in 
Butterworth District. This suggests that equal representation in terms of 
gender has not yet been achieved at this occupational category in this district. 
In view of this scenario, the author has decided to investigate why gender 
equality has not been achieved after (13) thirteen years of the operation of the 
Employment Equity Act (Act 55 of 1998) in South Africa. 
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1.2 BACKGROUND AND REASONS FOR THE STUDY 
The Butterworth Education District is in the southern region of the Province of 
the Eastern Cape. It is comprised of the rural and urban areas. It is 
predominantly rural, with forty eight (48) senior secondary schools, one in 
town, two in the townships and the rest in the rural areas. The educators in 
those schools are comprised of both males and females. The researcher has 
noticed that in managerial positions, there are few women compared to men. 
Women constitute only thirty five (35) and men sixty five (65) percent of the 
total of the senior secondary school managers. There is no equal 
representation in the managerial position after thirteen years since the act was 
passed by parliament. There are more male managers than female school 
managers in senior secondary schools. The Department of Education in 
Butterworth District needs to employ more women as senior secondary school 
managers in order to achieve gender equality, whenever circumstances 
permit. Section 15 (i) of the Employment Equity Act (Act 55 of 1998) states 
that the designated employer (employs more than fifty employees) must 
ensure there is equitable representation of suitably qualified people from 
designated groups in all occupational categories and levels in the workforce. 
Section 15 (ii) of the Employment Equity Act (Act 55 of 1998) states that the 
employer must retain and develop people from designated groups (blacks, 
women and people with disabilities) and  implement appropriate training 
measures for skills development.  
           The Employment Equity Act (Act 55 of 1998) requires that the employer, the 
Department of Education in Butterworth District, conducts an audit of its 
workforce composition in terms of race, gender and disabilities, as well as 
employment practices and policies that may hinder the advancement of 
people from designated groups. Once the Department of Education in 
Butterworth District has the data on the current situation, it should formulate 
an employment equity plan, which is a blue print of how it is going to promote 
employment people from the gender that is less represented (Erasmus, van 
Wyk and Schenk, 2006:123). Seven more women need to be employed as 
managers of senior secondary schools if gender equality is aimed to be 
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achieved in the Butterworth Education District. The Department of Education 
in Butterworth District should speed up the implementation of the Employment 
Equity Act (Act 55 of 1998). This will contribute towards addressing gender 
equity in senior secondary schools of Butterworth District.  
            On the basis of the above, the reason for the study is prompted by the fact 
that there are more male senior secondary school managers than female 
managers in Butterworth District. There is no gender equality as mandated by 
the International Labour Organisation (ILO) and the Commission for Gender 
Equality, which demand equal representation of men and women in all 
occupational categories and levels in the workforce.  
1.3 RATIONALE 
The Department of Education has a duty of implementing gender equality 
because it is mandated by the Employment Equity Act (Act 55 of 1998). This 
research needs to be conducted to investigate the problems that hinder the 
process of implementing gender equality by establishing if the following issues 
are adequately addressed: 
 The establishment of structures to monitor and evaluate the 
implementation of gender equality. 
 The establishment of the plan to implement gender equality. 
 The establishment of processes and programmes to implement gender 
equality. 
 The problems regarding the implementation of gender equality 
processes and programmes and how best to solve these problems. 
 The implementation of Affirmative Action (AA) policies to in order to 
achieve gender equality. 
This study sought to investigate the problems that lead to the non-
achievement of gender equality in the position of school manager in the senior 
secondary schools in Butterworth District. 
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This study focused on the implementation of gender equality when appointing 
school managers of senior secondary school in Butterworth District. This 
study was prompted by inadequate implementation of gender equality in the 
employment of School Managers in senior secondary schools. There are 48 
senior secondary schools in Butterworth District. There are thirty one (31) 
male school managers and seventeen (17) female school managers. This 
proves that the Department of Education has not achieved gender equality in 
the appointment of senior secondary school managers. The Employment 
Equity Act (55 of1998) was passed in order to have equal representation of 
designated groups in all categories and levels in the workforce. The 
implementation of the Employment Equity Act (Act 55 of 1998) should be 
driven by affirmative action in order to end discrimination and give the formerly 
disadvantaged groups including women and the disabled equal work 
opportunities unconditionally (Erasmus, Van Wyk and Schenk, 2006: 127).  
The then, South African Minister of Labour, the Honourable, Mr. Mdladlana 
called on all the government departments to speedily implement the 
Employment Equity Act (Act 55 of 1998) in order to have equal representation 
of both male and female managers especially from the formerly 
disadvantaged groups (Daily Dispatch, 1999/05/01). Kuye (2003: 43) 
contends that the implementation gender equity will always be an advantage 
and disadvantage to others. Nevertheless, as a law, it must be fully 
implemented by all the government departments in order to achieve gender 
equality in management positions in the workplace.  
1.4 PROBLEM STATEMENT 
The problem is unequal representation of men and women in the managerial 
positions in senior secondary schools, as there are more men than women. 
The Department of Education has not yet achieved the 50/50 representation 
of men and women in the employment of school managers in senior 
secondary schools. This is a matter of concern since it is not in keeping with 
the provisions of equity legislation. 
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1.5 RESEARCH QUESTIONS 
A research question is a formal statement of the goal of study and is the most 
crucial part of a research because it shows clearly what the study will 
investigate or try to prove (Babbie and Mouton, 2011: 121). The following 
questions were deemed relevant for this study: 
 Why has the Department of Education not yet achieved gender equality in 
the employment of school managers in senior secondary schools? 
  What is the Department of Education’s plan to achieve gender equality 
when employing school managers in senior secondary schools? 
 Is there a structure that looks at achieving gender equality when employing 
school managers in senior secondary schools? 
 Does the Department of Education take gender equality into account when 
employing school managers in senior secondary schools? 
 What are the difficulties that the Department of Education faces when 
implementing gender equality when employing school managers in senior 
secondary schools? 
 What is the monitoring and evaluation plan for the achievement of gender 
equality in the employment of school managers in senior secondary 
schools? 
1.6 RESEARCH OBJECTIVES 
This study undertook to achieve the following objectives: 
 To investigate factors affecting gender equality in the employment of 
managers of senior secondary schools (S.S.Ss.) in Butterworth District. 
 To investigate factors inhibiting the attainment of gender equality in the 
employment of managers of S.S.Ss. in Butterworth District. 
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1.7 RESEARCH METHODOLOGY 
Both qualitative and quantitative research methods were used in this study. A 
qualitative research method aims at describing and understanding data, whilst 
a quantitative research method emphasizes quantification of data. In this 
study, systematic sampling and purposeful sampling were used to select the 
research participants.  Systematic sampling was used to select educators and 
parents  who were members of the SGBs from ten S.S.Ss because they 
interviewed applicants who wanted to be managers of S.S.Ss and 
recommended the ones with the highest scores to be appointed by the 
Director of the Human Resource Section of the Department of Education in 
the Butterworth District of Education.  Purposeful sampling was used to select 
the Director of the Human Resource Section of the Department of Education 
as she or he appoints a candidate that was recommended by the SGB to be 
appointed as a manager of a S.S.S. These participants are directly involved in 
the employment of a S.S.S. manager. Face-to-face interviews were used to 
collect data from the participants.  Both qualitative methods, by describing 
phenomena using words, and quantitative method, by describing phenomena 
using numbers and percentages in tables, of data analysis and interpretation 
were used.   
1.8 LAYOUT OF CHAPTERS 
CHAPTER ONE 
Chapter one gives the introduction of the research with specific reference to 
the introduction, background, rationale, problem statement, research 
questions and research objectives. 
CHAPTER TWO 
Chapter two gives a review of related literature on gender equality in 
employment in the form of legislation, government publications, watchdog 
bodies, books, journals and the internet, just to mention a few sources. 
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CHAPTER THREE 
Chapter three outlines the research design, methodology, the scope of the 
study, the survey area, the target population, the sample and sample 
techniques, data collection instruments, data collected, and data analysis 
techniques. 
CHAPTER FOUR 
Chapter four interprets and analyses data on the basis of the questions asked 
in chapter one. The findings are linked to the reviewed literature in order to 
reach a conclusion. 
CHAPTER FIVE 
Chapter five concludes the study by presenting findings, recommendations 
and areas for further research.  
1.9 CONCLUSION 
This chapter focused on the background and reasons for conducting the 
study. It discussed the design and methods used to collect, analyze and 
interpret data. Ethical consideration and the layout of chapters were also 
included. The next chapter discusses the literature that was reviewed in order 
to understand issues, which include of legislation and structures that are 
related to gender equality. 
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CHAPTER 2 
LITERATURE REVIEW 
2.1 INTRODUCTION 
 
This is comprised of information derived from literature study on gender 
equality in employment in South Africa. A lot has been written by scholars on 
equity in the workplace. Equity in the workplace includes gender equality. The 
pace of addressing equity in the workplace seems slow, as a result there are 
some critiques about the slow pace of gender equality. This stems from the 
under-representation of women in the workforce in both public and private 
sectors; a scenario which is more prominent in managerial positions.  The 
Constitution of the Republic of South Africa of 1996 and equity legislation has 
provisions for the implementation of gender equality in the workplace.  
This chapter discusses gender equality, the principles of gender equality, the 
history of movement for gender equality, the role of international organisations 
on gender equality, the political background on the development of the policy 
on gender equality in South Africa, gender equality strategy framework within 
the public service, legislation that deals with gender equality, the commissions 
that deal with gender equality, implementation of gender equality, gender 
equality situation in the district of Butterworth and concludes with a summary.  
2.2 GENDER EQUALITY 
Gender equality is the measurable equal visibility, empowerment and 
representation of women and men in all spheres of public and private life. It 
requires the acceptance and appreciation of the complementarity of women 
and men and their diverse roles in society. Gender equality does not imply 
that women and men are the same, but that they have equal value and should 
be accorded equal treatment. The United Nations (UN) regards gender 
equality as a human right. It points out that empowering women is also an 
indispensable tool for advancing development and reducing poverty. Equal 
19 
 
pay for equal work is one of the areas where gender equality is rarely seen. 
All too often, women are paid less than men for doing the same work. The 
importance of gender equality is highlighted by its inclusion as one of the 
Eight Millennium goals, which are to eradicate extreme poverty, achieve 
universal primary education, promote gender equality and empower women, 
reduce child mortality, combat HIV/AIDS, malaria and other diseases, ensure 
environmental sustainability and develop a global partnership for development 
(Worunluk, 2011: 267). 
2.3 HISTORY OF THE MOVEMENT FOR GENDER EQUALITY 
 
The idea of equality of sexes started at the end of the nineteenth century. The 
movement for gender equality started because women were treated as the 
inferior sex and were excluded from taking part in public life including politics, 
education and certain professions. During the late nineteenth and early 
twentieth century, women in countries which include the United States of 
America, New Zealand and Australia stared to organize themselves into public 
and high-profile advocacy groups, campaigning for equality politically, socially 
and economically. This led to countries which include Britain and New  
Zealand giving women rights to vote and own properties. 
 
After the First World War, the International LabourOrganisation was set up 
among other things to promote gender equality in the world of work. After the 
Second World War the United Nations set up a Commission for Gender 
Equality that would look into complaints regarding gender equality among its 
member states. Countries passed laws which prohibited discrimination against 
women, which also supported gender equality. 
The idea of gender equality spread throughout the world and even came to 
South Africa. Here in South Africa it was first advocated by women who were 
the members of the African National Congress, which was a political 
movement fighting for the political, social and economic freedom of Blacks 
from Whites (the apartheid government). Women led by Charlotte Maxeke 
advocated for gender equality in politics (voting), economically (equal pay for 
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men and women doing the same job and socially (equal participation of men 
and women in public life). Even today, there is still unequal representation of 
men and women in S.S.S.s in the position of being a manager; there are more 
men than women. This unequal representation of both genders in 
management positions led to the establishment of the gender equality 
principles to be adhered to by government departments 
2.4 GENDER EQUALITY PRINCIPLES 
Gender equality principles offer practical standards to governments 
departments and private companies can aspire, and a measure against which 
they can assess the progress their progress on fundamental issues of gender 
equality. Governments and private companies can attain gender equality by 
adopting and implementing policies in key seven areas which are the 
following:  
 Employment and compensation: Policies that eliminate gender 
discrimination in areas such as recruitment, hiring, pay and promotion. 
 Work-life balance and career development: Policies that enable 
work-life balance and support educational, career and vocational 
development. 
 Health, safety and freedom from violence: Policies to secure health, 
safety and well-being of female workers. 
 Management and governance: Policies to ensure equitable 
participation in management and governance structures. 
 Business, supply chain and marketing practices: Non-
discriminatory business, supply chain, contracting and marketing 
policies. 
 Civic and community engagement: Policies to promote equitable 
participation in civic life and to eliminate all forms of discrimination and 
exploitation. 
 Leadership, transparency and accountability: policies that are 
publicly disclosed monitored and enforced that display active 
commitment from top leadership (Valenzuella, 2010: 54). 
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Some international organisations were established in order to promote gender 
equality in political, social and economic spheres of life. 
2.5 THE ROLE OF INTERNATIONAL ORGANISATIONS ON GENDER 
EQUALITY  
Gender equality a serious matter that needs to be addressed in the rest of the 
world as it is a human right. There are some organisations which have taken 
to them to fight for the achievement of gender equality and end discrimination 
based on gender in all spheres of life. These organisations include the United 
Nations, the New Partnership for the Development of Africa, the International 
Women’s Organisation and the African National Congress. The organisation 
are committed and determined to fight for gender equality until it is practiced 
in all aspects of life including equal representation of both men and women in 
the managerial positions in both private and public sectors. 
2.5.1THE UNITED NATIONS (UN) 
The UN is an international organisation founded in 1945 after the Second 
World War by 51 countries committed to international peace and security, 
developing friendly relations among nations and promoting social progress, 
better living standards and human rights. The UN has a wing called UN 
women with its headquarters in New York in the United States of Africa. It was 
established in July 2010 by the General Assembly to improve the coordination 
and coherence of gender equality and empowerment of women and promote 
more effective gender equality. Its Secretary is the former Deputy President of 
the Republic of South Africa, the Honourable Mrs PhumzileMlambo-Ngcuka. 
UN Women‘s fundamental objectives to enhance national capacity and 
ownership to enable partners to formulate gender-responsive laws and 
policies and to scale up successful strategies to deliver on national 
commitments to gender equality. It has five core principles: 
 Providing demand-driven support to national partners to enhance 
implementation of international agreements and standards; 
 Supporting the inter-governmental processes to strengthen the global 
normative and policy framework on gender equality; 
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 Advocating for gender equality and women’s empowerment, 
championing the rights of women and girls, particularly those who are 
most excluded; 
 Leading and promoting coherence in UN system work on gender 
equality; and 
 Acting as a global broker of knowledge and experience, aligning 
practice with normative guidance.   
 
UN Women’s five thematic priorities are:  
 Expanding women’s voice, leadership and participation; 
 Ending violence against women; 
 Strengthening implementation of women’s peace and security; 
 Enhancing women’s economic empowerment; and  
 Making gender equality priorities central to national, local and sectoral 
planning budgeting and statistics. 
 
In 2010 when the United Nations (UN) commemorated the International 
Women’s Day, it suggested that as part of a commitment to promote gender 
equality and empower women through: 
-  Improve pay for women; 
- Involve them in community building projects; 
- Give them management and leadership roles, especially, single mothers 
and victims of domestic and sexual violence; and 
- Make women as liaisons between the employer and the employees 
(Valenzuela, 2010: 7-10). 
 
2.5.2 THE NEW PARTNERSHIP FOR AFRICA’S DEVELOPMENT (NEPAD) 
The NEPAD was founded in 2001 under the then organisation of African 
Union (OAU). Now, it is a programme of the African Union (AU) created by 
Africans, for Africans and implemented by Africans. “It serves as a “vision and 
strategic framework for Africa’s renewal.  The NEPAD is, also, one of the 
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organizations which promotes and supports, among other thing, gender 
equality in both private and public sectors. It wants equal representation of 
women and men in the managerial position.  The organization works towards 
the achievement of the Millennium Development Goals in Africa by 2015 and 
considers gender equality, equality and women’s empowerment as a pre-
condition to sustain growth and development. The NEPAD Fluid Fund for 
Women Empowerment was created in 2007 following the signing of a 
memorandum of understanding between NEPAD and the government of 
Spain. The fund contributes to the eradication of poverty and economic 
empowerment of women through technical and financial assistance to projects 
that support gender equality and improvement of women’s economic, political 
and social empowerment (www.nepad.org). 
2.5.3 THE INTERNATIONAL LABOUR ORGANISATION (ILO) 
The International Labour Organization (ILO) is a United Nations (UN) agency 
that was established following the Treaty of Versailles that ended the World 
War 1, with its headquarters in Geneva in Switzerland, dealing with labour 
issues, particularly international labour standards and decent work for all. The 
ILO registers complaints against entities that violate international rules; 
however, it does not impose sanctions on governments. The ILO is fully 
involved in promoting gender equality and is a standard setting body on 
various issues including gender equality in the world of work through 
Conventions and Recommendations. Therefore, the path to promoting gender 
equality is premised on four key ILO equality conventions namely: 100 (Equal 
Remuneration) and 111 (Discrimination (Employment and Occupation) which 
acts as the main vehicle for promoting gender equality in the workplace, 
Workers with Family Responsibility Conventions (No. 156) and Maternity 
Protection Convention (No.183). The ILO’s goals is to promote equal 
opportunities for women and men to obtain decent work which is fairly paid, 
productive work carried out in conditions of freedom, equity, security and 
human dignity. The ILO celebrates the International Women’s Day, which is 
celebrated on 8 March every year, to campaign among other things equal 
representation of both men and women in the managerial position in both 
public and private sectors. The partnership between South African 
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government and ILO was to investigate and identify deficits in legislation, 
bargaining agreements and labour market to the extent that labour inspection 
monitors the compliance to legislation, initiatives underway and conclude with 
a set of appropriate recommended actions to address and identify gaps in 
pursuing and achieving gender equality in the workplace. The ILO adopted a 
Declaration on Fundamental and Rights at Work in 1998 in its 86th 
International Labour Conference. The declaration contains four fundamental 
principles of ILO, which are the following: 
 The right of workers to associate freely and bargain collectively; 
 The end of forced and compulsory labour; 
 The end of child labour; and  
 The end of unfair discrimination among workers (Human, 1993: 
133-142). 
Political changes in South Africa led to the development of policy on gender 
equality. 
2.6 POLITICAL BACKGROUND TO THE DEVELOPMENT OF THE POLICY 
ON GENDER EQUALITY IN SOUTH AFRICA 
In South Africa during the apartheid regime, the African National Congress, 
the ANC Today and the African National Congress Women’s League led the 
for gender equality. 
2.6.1 THE AFRICAN NATIONAL CONGRESS (ANC) 
The ANC, the current democratically elected ruling party ruling party of the 
Republic of South Africa under the presidency of Mr Jacob Gedleyihlekisa 
Zuma, the current President of the Republic of South Africa, was formed on 8 
January 1912 by John Dube, Pixley ka Isaka Seme and Sol Plaatyie along 
with chiefs, representatives of the people, and church organizations, and other 
prominent individuals in order to bring all Africans together as one people to 
defend their rights and freedoms and justice from the apartheid government. 
The ANC from its inception represented chiefs, church, community bodies, 
and educated black professionals.  Women were only admitted as affiliate 
members from 1931 and as full members in 1943. 
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The ANC used its online publication called ANC Today and its wings called 
African National Congress Women’s League (ANCWL) and the African 
National congress Youth League (ANCYL) and the alliance partners called the 
South African Communist Party (SACP) and the Congress of South African 
Trade Union (COSATU) to fight and teach people about the attainment of 
human rights in a democratic country like the Republic of South Africa, which 
includes gender equality in the workplace and equal representation of both 
men and women in the managerial positions in both private and public sectors 
(www.anc.org). 
The ANC commits itself in continuing the acceleration of the struggle for 
gender equality by: 
 Increasing the efforts to eradicate the oppression of women by broad 
mobilization of society as a sustained momentum of diffusing a new 
consciousness, especially, with the socializing agencies such as family 
and schools underpin a new set of norms and values; 
 Formulating policies that do not only seek to level the playing field, but 
also consciously empower women and eradicate gender violence; 
 Advancing women empowerment and gender equality; 
 Increasing partnership between and men; 
 Engaging men and boys in the work of gender equality; and 
 Educating people to change their attitudes and practices (ANC TODAY, 
2011: 12). 
 
2.6.2 ANC today 
ANC Today is a weekly online publication of the ANC, providing up-to-the-
minute-information on the programmes, perspectives and policies of the 
movement on national and international issues. It is also used as ANC 
mouthpiece to campaign and educate people about human rights which 
include among other things gender equality when employing people in the 
managerial positions in both private and public sectors. As a result of what 
people have learnt from this newspaper, some people have taken upon 
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themselves to spread the information to others on days like the Workers’ Day, 
which is celebrated on 01/ May every year and the Women’s Day, which is 
celebrated on 9/ August in the Republic of South Africa. During the 
celebrations that are done on these day, a call is always made by the 
speakers in the rallies organized for these days to both public and private 
sectors that it is time to employ more women in managerial position in order to 
achieve equal representation of both men and women, because currently men 
dominate gender representation in position of being managers. ANC Today is 
published every Friday and can be emailed to people by subscribing 
(www.anctoday). 
 
2.6.3 THE AFRICAN NATIONAL CONGRESS WOMEN’S LEAGUE        
(ANCWL) 
The ANCWL is the women’s wing of the ANC. It was founded in1931 as the 
Bantu Women’s League, with Charlotte Maxeke as its first President. It was 
integrated to the ANC during the period from1943, when women were first 
admitted as members of the ANC, to 1948, when the ANCWL was officially 
founded. It participated with the Federation of South African Women in 
protests against the apartheid-era government, such as the 1952 Defiance 
Campaign and the passbook protest of 9 August 1956. Lilian Ngoyi became 
the first elected female member of the ANC National Executive Committee. In 
1994, a revived ANCWL negotiated a number of constitutional provisions and 
policy stands favourable to women, which include equal representation of both 
women and men in the workplace and in managerial positions in both private 
and public sectors and the end of discrimination against women in all aspects 
life. “There is no democracy without gender equality”, these words were said 
by the Minister of Women, Children and the Disabled, Ms Lulama Xingwana, 
in the Women’s Day celebrations held in Bloemfontein on 9 August 2013 
(Daily Dispatch, 10/ 8/ 2013). This is what needs to happen in the senior 
secondary schools in the district of Butterworth. More women need to be 
employed as managers of senior secondary schools in order to equal the 
number of men who hold this position (www.ancwl.org). 
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2.7 LEGISLATION THAT DEALS WITH GENDER EQUALITY 
The South African government passed some laws that address workers 
issues, which include gender equality in employment, which must be 
implemented by an employer or face penalties if the laws are not obeyed. 
These laws include the following, the Labour Relations Act, the Commission 
for Gender Equality Act, the Constitution of the Republic of South Africa Act, 
the Public Service Law Amendment Act and the Employment Equity Act (Act 
55 of 1998). 
2.7.1 THE LABOUR RELATIONS ACT (LRA) (ACT 66 OF 1995) 
The Labour Relations Act (LRA) Act 66 of 1995 aims to promote economic 
development, social justice, labour peace and democracy in the workplace. It 
applies to all employers, workers, trade unions and employers’ organisations, 
but does not apply to the National Defence Force; National Intelligence 
Agency; or South African Secret Service. In terms of Section 167 
discrimination in the workplace on grounds of race, gender, and disability is 
not allowed (Norris, 1996: 56). 
2.7.2 THE COMMISSION FOR GENDER EQUALITY ACT (ACT 39 OF 1996) 
The Commission for Gender Equality Act, Act 39 of 1996 provides for the 
compositioning, powers, functions and functioning of the Commission on 
Gender Equality. This is the institution that deals with matters pertaining to 
gender equality. This act deals with issues related to gender equality. Section 
46 of this act provides for using Equality Courts to deal with gender related 
matters in the workplace (Kirton and Greene, 2000: 55). 
2.7.3 THE CONSTITUTION OF THE REPUBLIC OF SOUTH OF AFRICA 
ACT OF 1996 
The Constitution of South Africa is the supreme law of the country of South 
Africa. It provides the legal foundation for the existence of the republic, sets 
out the rights and duties of its citizens, and defines the structure of the 
government. The current constitution, the country’s fifth was drawn up by the 
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Parliament elected in 1994 in the first non-racial elections. It was promulgated 
in President Nelson Mandela on 10 December 1996 and came into effect on 4 
February in 1997, replacing the Interim Constitution of 1993 (Smith, 1992: 67). 
Chapter 2 of the Constitution deals with human rights and gender equality is 
one of them. In terms of Section 9 (3) of Chapter 2 of the Constitution of the 
Republic of South Africa Act of 1996, the Bill of Rights,   the state may not 
unfairly discriminate directly or indirectly against any one on grounds which 
include gender. 
 
2.7.4 THE PUBLIC SERVICE LAWS AMENDMENT ACT (ACT 47 OF 1997) 
This Act applies to employers and employees in both public and private 
sectors. In terms of Section 8 of this act, in the making of appointments and 
filling of posts in the public service, due regard of gender equality shall be 
taken into consideration and the other democratic principles enshrined in the 
Constitution. This implies that the evaluation of persons shall be based, 
among other factors, ‘the need to address the imbalances of the past to 
achieve a public service broadly representative of South African people, 
including representation according to race, gender and disability (Kelleher, 
2009: 65).   
2.7.5 THE EMPLOYMENT EQUITY ACT (EEA) (ACT 55 OF 1998) 
The purpose of the Employment Equity Act of 1998 is to achieve equality in 
the workplace so that no person shall be denied employment opportunities or 
benefits for reasons unrelated  to ability and, in the fulfillment of that goal, to 
correct the conditions of disadvantage in employment experienced by women, 
aboriginal peoples,  persons with disabilities and members of visible minorities 
by giving effect to the principle that employment equity means more than 
treating persons in the same way but also require special measures and the 
accommodation of differences (Laubsher, 2000: 30). 
In terms of Section 20, a designated employer must prepare and implement 
an employment equity plan which will achieve a reasonable progress towards 
employment equity in that employers’ workforce. The plan must state the 
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objectives to be achieved for each year of the plan; the affirmative measures 
to be implemented; where under representation of people from the designated 
groups has been identified by the analysis; the numerical goals to be achieve 
equitable representation of suitably qualified people from the designated 
groups within each occupational category and level in the workforce; the 
timetable within which this is to be achieved and the strategies intended to 
achieve those goal; the timetable for each year of the plan for the 
achievement of goals and objectives other than numerical goals the duration  
of the plan; which may not be shorter than a year and longer than five year; 
the procedures that will be used to monitor  and evaluate the implementation 
of the plan and whether a reasonable progress is being made towards  
implementing the plan; the internal procedure to resolve any dispute about the 
interpretation or implementation of the plan; the persons in the workforce, 
including senior managers, responsible for monitoring the plan. According to 
this Act, a person may be suitably qualified for the job as a result of formal 
qualifications, prior learning, relevant experience, or capacity to acquire, within 
a reasonable time, the ability to do the job (Laubsher, 2000: 31). 
The EEA applies to all employers and workers and protects workers and job 
seekers form unfair discrimination, and also provides also provides a 
framework for implementing affirmative action, but does not apply to the 
National Defence Force; National Intelligence Agency; and  South African 
Secrete Service. The provision of the affirmative action applies to employers 
with or whose annual income is more R500 000, the amount specified in the 
Schedule 4 of the Act; municipalities; employers ordered to comply by a 
bargaining council agreement; and any employers who volunteer to comply 
(Laubsher, 2000: 32). 
2.7.6 PROMOTION AND ELIMINATION OF UNFAIR DISCRIMINATION ACT 
(PEPUDA) OR EQUALITY ACT OF 2000 
Section Nine of the Constitution the Republic of South Africa contains a 
guarantee of equality and the prohibition of public and private discrimination. It 
obliges the national government to enact legislation to prohibit discrimination 
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and a transitional clause to be an enacted on 04 February 2000. The Act was 
passed to give effect to section Nine with item 23 (i) of schedule Six of the 
Constitution. It is a comprehensive anti-discrimination law. It prohibits unfair 
discrimination by government and private organisations and individuals and 
forbids hate and harassment. The Act Specifically lists race, gender, sex, 
pregnancy, marital status, ethnic or social origin, colour, sexual orientation, 
age, disability, religion, conscience, culture, language, and birth as “prohibited 
grounds” for discrimination, but also, contain criteria which courts may 
determine that other characters are prohibited grounds (Kimmels, 2010: 78). 
The Act, also, established the High Courts as designated Magistrates’ Courts 
as “Equality Courts” to hear complaints of discrimination, hate speech and 
harassment (Kimmels, 2010: 79). 
2.8 COMMISSIONS THAT DEAL WITH GENDER EQUALITY 
In its commitment to enforce gender equality in the employment of people in 
public and private sectors, government established the following 
commissions:  the Commission for Gender Equality, the Commission for 
Employment Equity, the South African Human Rights Commission and the 
Public Service Commission. 
2.8.1 THE COMMISSION FOR GENDER EQUALITY (CGE)  
The Commission for Gender Equality is a state institution established in 
Chapter 9 of the Constitution of the Republic to strengthen constitutional 
democracy. Section 187 of the Constitution of the Republic of South Africa Act 
of 1996 and the Commission for Gender Equality Act (Act 49 of 1996) provide 
for the respect for and protection, development and attainment of gender 
equality. The CGE is mandated to: 
 Monitor and evaluate legislation, policies and practices of the state, 
statutory bodies and private business as well as indigenous customary 
laws and practices; 
 Research and make recommendations and report to Parliament; 
 Receive and investigate complaints on gender discrimination; and 
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 Conduct public awareness and education on gender equality.  
 
CGE led to the promulgation of several ant-discriminatory laws which 
promoted the implementation of gender equality, which include the 
Employment Equity Act (Act 55 of 1998), the Promulgation of Equality and 
Prevention of Unfair Discrimination Act, the Domestic Violence Act, the 
Recognition of Customary Marriages Act and the establishment of Equality 
Courts at every magistrate’s court in order to hear and pass judgments on 
cases of discrimination (Hicks, 2010: 40-42). 
Through the CGE key regional and international protocols have been 
endorsed by the South African government, including Committee on the 
Elimination of Discrimination against Women (CEDW), Beijing Platform for 
Action, (Southern African Development Community) SADEC Protocol on 
Gender Protocol on Gender Development and the Protocol to the African 
Commission on Human and People’s Rights on the Rights of Women in Africa 
(Hicks, 2010: 43-44). 
Hicks (2010: 50), concludes by saying that CGE is committed to strengthen 
interconnections and linkages between all forms of subjugation, dislocation, 
denial of rights and gender oppression. In all categories of the marginalized, 
vulnerable and socially excluded persons, women form the majority, as 
gender inequality, discrimination and oppression continue to shape new and 
old forms of inequality in our society. 
.2.8.2 THE COMMISSION FOR EMPLOYMENT EQUITY (CEE) 
The Commission was established in terms of the Section 59 (1) of the Basic 
Condition of employment Act (Act 75 of 1997) (BCEA) with its duties, which 
include, to advise the Minister of Labour on the matters of sectoral 
determination; any matter concerning basic conditions of employment; any 
matter arising out of the application of the BCEA; the effect of government 
policies on employment. If these institutions have investigated complaints and 
found out that the employer has not followed the rules and regulations 
32 
 
regarding employment issues, the employer may face penalties that may be 
imposed by the institution that investigated the complaint (Ntlama, 2010: 81). 
2.8.3 THE SOUTH AFRICAN HUMAN RIGHTS COMMISSION (SAHRC) 
The South African Human Rights Commission is the national institution 
established to support constitutional democracy. It is committed to promote 
respect for, observance of and protection of human rights for everyone without 
fear or favour. These rights are listed in the Bill of Rights, in Chapter 2 of the 
Constitution. The SAHRC was inaugurated in October 1995 as an 
independent Chapter Nine of the Constitution. It draws its mandate from the 
South African Constitution by way of the Human Rights Commission Act of 
1994. The SAHRC is mandated in terms of section 184 of the Constitution to 
promote respect for human rights and a culture of human rights; promote the 
protection, development and attainment of human rights; monitor and assess 
the observance of human rights in the Republic. The SAHRC has the powers, 
as regulated by the national assembly to investigate and report on the 
observance of human rights; take steps and secure appropriate redress where 
human rights have been violated; carry out research and educate people on 
human rights (Solomon, 2000: 56). 
2.8.4 THE PUBLIC SERVICE COMMISSION (PSC) 
The PSC was established in terms of Section 19 of the Constitution of the 
Republic of South Africa, 1996 and is composed of 14 commissioners. The 
PSC, among some of its duties, provides assurance that all actions 
concerning recruitment, promotion and appointments within the public service 
are made in an equitable, fair and impartial manner, free from favouritism, 
patronage and discrimination and based on the principle of merit (Fur, 1992: 
65). 
2.9 GENDER EQUALITY STRATEGY FRAMEWORK WITHIN THE PUBLIC 
SERVICE 
The Department of Public Service and Administration launched the Gender 
Equality Strategic Framework in 2006 in order among other things, to achieve 
a balance in the representation of men and women in all categories and levels 
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workforce in the public sector. The Gender Equality Strategy Framework 
within the Public Service is discussed under its aims, objectives, purpose, 
core principles and the four pillars of achieving gender equality.  
 
2.9.1 AIMS 
In the Constitution, Chapter Two 7 (i) states that the Bill of Rights is a corner 
stone of democracy in South Africa. It enshrines the rights of people in our 
country and affirms the democratic values, human dignity equality and 
freedom. The Gender Equality Strategy Framework’s aims are to achieve a 
balance between men and women in representation, participation in 
workplace and workforce, advance and fast track the advancement of set 
targets through addressing several challenges faced by women in the 
workplace., strongly emphasize the advancement of women in the belief that 
gender equality cannot be achieved until and unless women have been 
empowered, achieve women’s empowerment and gender equality in the 
workplace, increase representation of and participation of women in all 
workplace activities, and also increase access to opportunities for 
employment skills development and upward mobility in the workplace and 
encourage the removal and elimination of all barriers, advancement and 
development in the Public Service (Department of Public Services and 
Administration (DPSA, 2006: 5). 
 
2.9.2 PURPOSE 
The purpose of the Strategic Framework is to ensure an inclusive Public 
service through the achievement of equity/parity targets based on the premise 
of “beyond just numbers” and the location of women’s empowerment and 
gender equality at the core of the transformation process with public service 
(DPSA, 2006: 5). 
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2.9.3 CORE PRINCIPLES 
The core principles of the strategic framework are to focus on equal 
representation of women in the levels of the workforce; gender equality; non-
discrimination; and barrier free Public Service (DPSA, 2006: 6). 
 
2.9.4 THE PILLARS OF THE STRATEGIC FRAMEWORK 
There are four pillars of the Strategic framework which are the following: 
 
 Enabling environment: Creating an enabling environment that is 
conducive for promoting women’s empowerment and gender equality; 
 Equality of opportunities: Ensure the achievement of equity in the 
Public Service through the equalization of opportunities and treatment, 
as well as adherence to Affirmative Action measures; 
 Gender mainstreaming: This involves mainstreaming gender issues in 
all policies, projects, programmes and day-to-day work of government; 
and  
 Barrier-free workplace: Creating a barrier-free workplace to ensure that 
women are provided with equal chances for empowerment and 
development through the removal of physical, attitudinal, social, 
economic and psychological barriers (DPSA, 2006: 6). 
 
2.10 IMPLEMENTING GENDER EQUALITY 
According to Grogan (2008: 89) implementing means converting an idea into 
action. This means that more women should be employed whenever there are 
vacancies in the S.S.Ss managers’ posts in order to have equal number of 
women and men in this post. There are steps to be followed in implementing 
gender equality which include promoting gender equality, preparing a gender 
equity plan, implementing the gender equality plan and reporting on the 
process of implementing the plan annually (Finnermore and Van Rensberg, 
2000: 90). 
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2.10.1 PROMOTING A GENDER EQUALITY PLAN 
The Constitution of the Republic of South Africa act of 1996 prohibits 
discrimination on grounds of gender. Parliament passed the Employment 
Equity Act of 1998 (Act 55 of 1998) to give effect the Constitution. According 
to the Employment Equity Act of 1998 (Act 55 of 1998) all public and private 
sectors must promote and implement gender equality in order to have equal 
representation of men and women in all the categories and levels of the 
workforce The Employment Equity Act of 1998 (Act 55 of 1998) obliges all the 
employers who employ more than 50 employees to promote gender equality. 
Promotion of gender equality means that men and women are treated equally 
without discrimination. The goal is to create a situation where men and 
women are divided more evenly at different levels of jobs and in different 
professions according to their abilities and inclinations. The employer has a 
responsibility to comply with the act or face penalties. In order to promote 
gender equality, an employer should consider the following: 
 Act in such a way that job vacancies attract applications from both men 
and women; 
 Promote the equitable recruitment of women and men in various levels 
of jobs and create opportunities for career development; 
 Promote equality between men and women in terms of employment; 
 Develop working conditions to ensure they are suitable for both men 
and women; 
 Facilitate the reconciliation of working life and family life for women and 
men by paying attention to working arrangements; and  
 Act to prevent the occurrence of discrimination based on gender 
(Finnermore and Van Rensburg, 2000: 91). 
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2.10.2 PREPARING A GENDER EQUALITY PLAN 
A gender equality plan is a clear strategy on how gender equality will be 
achieved. It is prepared by the employer with the cooperation and participation 
of section managers in the discussion of a plan to achieve gender equality. 
The employer and section managers must agree on a plan to be used to 
implement gender equality. The plan must include the assessment of gender 
equality situation in the workplace including the details of employment of men 
and women in different levels. It must, also, include the necessary measures 
planned for implementation with the purpose of promoting gender equality in 
different jobs and levels and a review of the extent to which measures 
previously included in the equality plan have been implemented and the 
results achieved. After the plan has been made, it must be implemented when 
opportunity presents itself (Finnermore and Van Rensburg, 2000: 91). 
 
2.10.3 IMPLEMENTATION OF A GENDER EQUALITY PLAN  
Implementing the plan means converting it into action. If an assessment of 
gender equality situation at a workplace discloses drawbacks, ways to correct 
them have to be put forward, together with the proposals on how the 
implementation measures will be monitored. Implementation should be done 
at opportune times. Deadlines to carry out these measures must be defined, 
for example, by the end of 2015 or within the next three years. The plan, must 
also, include an assessment of how measures included in the previous plan 
have been and their results.  The assessment provides information on how 
the implementation of the previous plan progressed and in which respects it 
could be improved. The assessment is an important tool in drawing up the 
next equality plan. The implementation process of the plan is continuous until 
gender equality is achieved in the workplace. 
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2.10.4 REPORTING ON GENDER EQUALITY 
In terms of Section 21 of the Employment Equity Act of 1995 (Act 55 of 1998), 
all designated employers must submit their gender equality report annually by 
post, fax or electronically to the Department of Labour.  
2.11 GENDER EQUALITY IMPLEMENTATION IN THE DISTRICT OF 
BUTTERWORTH 
In the district of Butterworth gender equality is not implemented. There is no 
gender equality plan. There is no structure to implement, monitor and evaluate 
gender equality plan. There are no targets for the implementation of gender 
equality in the employment of S.S.Ss managers. There are no annual reports 
on the implementation of gender equality. The SGB of a school chooses the 
applicant who has performed above others in the interviews and recommend 
that he or she should be appointed by the Director of the Human Resource 
Section as a S. S. S. manager. The inexistence of gender equality plan and a 
structure to implement, monitor and evaluate its implementation are the 
inhibiting factors to the realisation of gender equality as one of the Millennium 
Goals in 2015, in the District of Butterworth.  
 
2.12 CONCLUSION 
This chapter presented the views collected from different sources, which 
include books, journals, newspapers, government policies, legislation and 
non-governmental organisations. It discussed gender equality, gender equality 
principles, the role of international organisations on gender equality, the 
political background of the development of policy on gender equality in South 
Africa, commissions that deal with gender equality the gender equality 
strategy framework within the public service, implementing gender equality, 
gender implementation in the District of Butterworth. The literature that was 
reviewed showed that democratic governments and human rights support 
gender equality in both public and private sectors. The next chapter shows 
how data was collected in order to reach a conclusion in this study. 
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CHAPTER 3 
RESEARCH DESIGN AND DATA COLLECTION METHODOLOGY 
3.1 INTRODUCTION 
The aim of this chapter is to discuss the research design; data collection 
procedure; ethical consideration; the delimitation of the study and concludes 
with a chapter summary.  This study was descriptive in nature. Hence, the 
design was a qualitative design. Qualitative methods of collecting data were 
used. 
 3. 2 RESEARCH DESIGN  
The term “research design” refers to how a researcher puts a research study 
together to answer a question or a set of questions. Research design works 
as a systematic plan outlining the study, the researcher’s methods of 
compilation, details on how the study will arrive at its conclusion, and the 
limitations of the research. A research design is not limited to a particular type 
of research and may incorporate both qualitative and quantitative designs. A 
qualitative research is about exploring issues, understanding phenomena and 
answering questions and elicits participation accounts of meaning, experience 
or perception (Babbie, 2010: 71). Information collected is in non-numerical 
form, whereas the quantitative research is an inquiry into social or human 
problems and is based on testing a theory composed of variables, measured 
with numbers and analyzed with statistical procedures in order to determine 
whether the predictive generalization of the theory is valid (Barbie, 2010: 71). 
Information collected is in numerical form.  A good research design helps 
reduce errors when carrying out research methods (Babbie and Mouton, 
2011: 71). Berg (2004: 63) further defines a research design as a plan by a 
researcher on what instruments to be used to gather information, how to 
choose the participants, how to gather data and how to provide logical 
answers and solution to the research problem. It can be concluded that a 
research design is the entire plan to conduct a research study from the 
beginning to the end. The research design for this study is the qualitative. 
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3.3 A QUALITATIVE DESIGN 
A qualitative design is a study that uses investigative methodologies 
described as ethnographic, naturalistic, and anthropological. It emphasizes 
the importance of looking at variables in the natural setting in which they are 
found. Detailed data is gathered through open-ended questions that provide 
direct quotations. The interviewer is an integral part of the investigation 
(Babbie and Mouton, 2011: 249). A qualitative design includes the 
ethnographic studies, case studies and life histories types. Qualitative 
research has the following features among others: it is conducted in the 
natural setting of social factors, it focuses on process rather than outcome, the 
primary aim is in-depth description and understanding of events and actions, 
the main concern is to understand social action in terms of specific rather than 
attempting to generalize to some theoretical population, the research process 
is often inductive in its approach, resulting in the generation of new and 
theories and the qualitative researcher is seen as the main instrument in the 
research process (Babbie and Mouton, 2011: 269). Qualitative design is 
concerned with understanding rather than explanation, naturalistic 
observations rather than controlled measurement and subjective exploration 
of reality rather than from the perspective of an insider as opposed to the 
outsider perspective that is dominant in the quantitative design (Mouton, 2007: 
267). The researcher used qualitative methods to collect data because most 
of it cannot be counted and be described and explained. Furthermore, 
qualitative methods, which include interviews, personal documents, 
observation, participation and observation and questionnaires, allow 
researchers to share in the experiences, perceptions and understandings of 
other researchers. Researchers get to learn and understand how people 
structure and give meaning to their daily lives. Qualitative methods give 
researchers an opportunity to assess how people learn and make sense of 
themselves and others (Berg, 2004: 67). (Mouton (2007: 270), also, notes that 
qualitative researchers always attempt to study human action from the 
perspective of the social actors themselves.  
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Mouton (2007: 270), further maintains that the primary goal of study using the 
qualitative design is to describe and understand human behavior rather than 
explain it. According to Miles and Huberman (1994: 15), researchers use 
qualitative data to preserve chronological flow and derive fruitful explanation 
from the respondents. The researcher will use the qualitative method because 
qualitative data is a source of well-grounded, rich descriptions and 
explanations of processes occurring in the local context. The collection of 
information would be based on the factors inhibiting the attainment of gender 
equality in the employment of managers of senior secondary schools in 
Butterworth District. The respondents in the study included educators, parents 
and the Assistant Director of the Human Resource Section of the Department 
of Education in the District of Butterworth. 
3.4 A STUDY POPULATION  
According to Tesch (1990: 89), a study population refers to all constituents of 
any clearly described group of people, events, or objects who for research 
purposes are designed as being the focus of investigation. Mouton (2001: 56), 
defines a population as the group of interest to the researcher, to which the 
results of the study will ideally be generalized. In this study, the population 
consisted of senior secondary school educators and parents who are 
members of School Governing Bodies, from the 48 senior secondary schools 
in the District of Butterworth and the Assistant Director of the Human 
Resource Section of the Department of Education in the District of 
Butterworth. 
 
 
3. 5 SAMPLING AND SAMPLING METHODS 
Kumar (2005: 164) defines sampling as the process of selecting a few 
(sample) from a bigger group (the study population) to be the basis of 
estimating the prevalence of an outcome, unknown information or situation 
about a group. A sample is thus, a subgroup of the population a researcher is 
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interested in. According to Babbie and Mouton (2011: 173), the purpose of 
sampling is to make generalizations to people about events the actions that 
have not been observed and enables the researcher to study a relatively small 
section of the population and still be able to gather data representative of the 
whole population. This is less time consuming and less costly for the 
researcher. Sampling methods are used to select a sample from within a 
general population. They reduce bias in the selection procedure and allow for 
the reduction of costs or efforts in gathering data. These methods include: 
simple random selection (completely random selection from the population), 
stratified sampling (splitting the population into categories and randomly 
selecting from within each category), systematic sampling (ordering the 
population and  selecting at regular intervals), matched random sampling 
(population is divided into pairs on a criterion and then randomly assigned to 
groups) and panel sampling (applying to the same test over time to randomly 
selected groups) (Kumar, 2005: 165). In this study systematic sampling was 
used to select 10 senior secondary schools (five from men managed S.S.S.s 
and five from women managed S.S.S.s, senior secondary school educators 
and parents who were members of School Governing Bodies (SGBs). 
Purposeful sapling was used to select the Assistant Director of the Human 
Resource Department because he or she appointed a person recommended 
by the SGB to be a manager of a senior secondary school. Purposeful 
sampling is a non-probability sampling based in  decisions concerning the 
individuals to be included in the sample are taken by the researcher which 
include the ability to provide the most appropriate data.     
In this study, the sample was made up of representatives from 10 schools. 
They are 20 senior secondary school educators (10 educators, five men and 
five women selected from s.s.ss. that were managed by men and 10  
educators, five men and five women selected from schools that were 
managed by women) who were members of the School Governing Bodies, 12 
parents who were members of the School Governing Bodies (SGBs); three (3) 
men and three(3) women selected from the S.S.Ss. that were managed by 
women and three (3) men and three (3) women selected from  the S.S.Ss that 
were managed by men were systematically selected in order to balance 
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gender representatively in the study and to get the views of both genders 
since the study was about gender equality in the employment of senior 
secondary school managers. These educators and parents were chosen 
because they were the people who were the judges when candidates were 
interviewed for the post of being a S.S.S. manager. The Assistant Director of 
the Department of the Human Resource was used in the population to be 
studied because, she/he appointed the person recommended by the SGB to 
be a school manager. The study population was formed by thirty-three (33) 
people. Due to time and costs constraints, the researcher cannot get all the 
educators in the 48 senior secondary schools that are in the District of 
Butterworth; hence this population was a representative of the different 
stakeholders. 
3. 6 DATA COLLECTION METHODS AND PROCEDURES 
Data collection is a process of systematically preparing and collecting data in 
order to keep it for record, to make decisions about important issues and to 
pass information on to others (Babie and Mouton, 2011: 101) Data collected 
from the target population was categorized as the primary source and 
information gathered from literature including published and unpublished 
articles; legislation; journals; books and newspapers was regarded as a 
secondary source. Data gathering instruments used in a research include 
interviews, questionnaires, surveys and attendance records (Kumar, 2005: 
129).  In this study interviews were be used to collect data. 
3. 7 INTERVIEWS 
 An interview is a conversation between two or more people where questions 
are asked by the interviewer to elicit facts or statements from the interviewee. 
The qualitative research interview seeks to describe the meaning of central 
themes and the life of world of the subjects. The main task interviewing is to 
understand the meaning the meaning of what the interviewee says. 
Interviewing stems from the desire to know more about people around us and 
to better understand how the people around us view the world in which we live 
in (Kumar, 2005: 130). There are field and survey interviews. Field interviews 
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go by names like: unstructured, depth, ethnographic, open ended, informal 
and long. Generally, they involve one or more people being present, or occur 
in the field, and are informal and nondirective. Field interviews involve sharing 
of experience. In field interviews, members express themselves in the forms in 
which they normally speak, think, and organize reality. A field interview is a 
“speech event” closer to a friendly conversation (Newman, 2006: 449-452). 
Survey interviews are best suited for engaging in respondent or focus group 
studies in which it would be beneficial to compare or contrast participants’ 
responses in order to answer a research question. Researchers develop an 
interview schedule which lists the wording and sequencing of questions 
(en.wikipedia.org/wiki/structured in…). There are two ways in which interviews 
can be conducted, face-to-face or telephonically (Newman, 2006: 251-256). 
The face-to-face interviews, also called in-person interview is when the 
interviewer sit together face to face and the interviewer asks questions to the 
interviewee and listens to the interviewee answer questions and the 
interviewer also watches the interviewee speak and the interviewer interprets 
the non - verbal cues (Newman, 2006: 252).    
The telephonic interview is when the interviewer asks the interviewer, who is 
not present, questions using a phone. The interviewer cannot interpret the 
interviewee’s non verbal cues because they cannot see each other because 
they are not together in the same room (Newman, 2006: 252). 
In this study, conducted face-to-face interviews and used a tape-recorder, 
took notes and watched body language and interpreted it. The interviews were 
conducted in October through to the middle of November after working hours 
and during the weekends because the Department of Education did not allow 
research to be conducted in schools in the fourth quarter of the academic year 
because it was time to prepare and run the end of the year examinations.    
Permission to undertake the study on schools in Butterworth District was 
sought from the Director General of the Department of Basic Education of the 
Eastern Cape Province before conducting interviews on   the respondents in 
the study. All ethical considerations were observed by the interviewer during 
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the interview process. 
3. 8.  ETHICAL CONSIDERATIONS 
If a researcher involves people in the study, a researcher must show an 
awareness of ethical consideration and follow the ethical procedures (Babbie 
and Mouton, 2011: 211). In this research the ethical procedures that were 
adhered to include: participation by informed consent, confidentiality, 
anonymity, voluntary participation, no physical or emotional injuries to 
participants, and withdrawal from the study at anytime a participant feels like. 
Permission to conduct the study in the district, engage participants, and 
interview the participants was sought from the Director General of the 
Department of Education of the Eastern Cape Province. An assurance that 
the information collected from whatever source during the research would be 
used for academic purposes and not personal use was given to all the 
participants in the study. 
3. 9 DELIMITATIONS OF THE STUDY 
Delimitations of the study are those characteristics that limit the scope of the 
inquiry as determined by the conscious exclusionary and inclusionary 
decisions that were made throughout the development of the proposal, which 
include research objectives and research questions, among others 
(Silverman, 2000: 126). The study only focused on the Department of 
Education in the District of Butterworth in the Eastern Cape and thus would 
limit its generalisability of its findings and conclusions to this department. 
3.10 CONCLUSION 
This chapter discussed the research methods; sampling procedure; methods 
used to collect data and included the ethical considerations for collecting data 
and the delimitation of the study. The research design and the data collection 
methods were qualitative because the study was qualitative in nature. The 
next chapter deals with data collection, analysis and interpretation.   
 
. 
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CHAPTER 4 
 
DATA ANALYSIS AND INTERPRETATION 
 
4.1 INTRODUCTION 
The aim of this section is to present data and findings of the information that 
was generated by interviewing educators and parents who were members of 
the SGBs from the ten systematically selected senior secondary schools 
(S.S.S.) and, the Assistant Director of the Human Resource Section in the 
Department of Education in Butterworth District and then analyse it. The 
names of the schools from which participants were selected were not 
disclosed, neither the names of the participants were disclosed, in order to 
ensure confidentiality and anonymity.  A qualitative method of data analysis 
using descriptive themes and a quantitative method of data analysis using 
numbers in tables were used to analyse data that was collected and 
concluded with a summary. 
4.2 DATA ANALYSIS 
Data analysis is a practice in which raw data is ordered and organized in a 
manner that useful information can be extracted from it. It is a process of 
interpreting and making sense of what respondents would have said about the 
topic under study (Cresswell, 2003: 89).  Data analysis involves working with 
data, organizing them, breaking them into manageable units, coding them 
synthesizing them and searching for patterns, trends and relationships 
(Mouton, 2005: 108-109). Data interpretation refers to developing ideas about 
your findings and relating them to the literature and broader concepts and 
concerns (Kumar, 2005: 132). Data analysis helps establish how participants 
make meaning of a specific phenomenon by analyzing their experiences, 
perceptions, attitudes, feelings, values, knowledge, and understanding, in an 
attempt to approximate their construction of the phenomenon (Babbie and 
Mouton, 2011: 492). This study, because it was a qualitative study, used 
qualitative data analysis which was based on an interpretive philosophy that 
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was aimed at examining meaningful and symbolic content of qualitative data. 
The collected data was analyzed and presented in the form of themes, tables 
and a pie chart and values were expressed in order to allow for comparison.  
4. 2 DATA INTERPRETATION  
Data interpretation refers to developing ideas about findings and relating them 
to broader concerns and concepts. Interpretation involves explaining and 
framing ideas in relation to theory, other scholars and action, as well as 
showing why researcher’s findings are important and make them 
understandable (Dey, 1993: 79).  Data interpretation was done in order to 
understand the ideas of the respondents and that would help the researcher 
come up with findings based on their responses. In this study, data 
interpretation was done qualitatively (in words) and quantitatively (in 
numbers). 
 
4. 3 AN ANALYSIS OF THE RESPONSES FROM THE ASSISTANT 
DIRECTOR OF THE HUMAN RESOURCE SECTION OF THE 
DEPARTMENT OF EDUCATION IN THE DISTRICT OF BUTTERWORTH 
The study involved one (1) Human Resource Section Assistant Director of the 
Department of Education in the District of Butterworth. The Director of the 
Human Resource Section could not be available for an interview because of 
other commitments of the office and asked the Assistant Director to stand in 
his or her place. A face-to-face interview was conducted on the Assistant 
Director and answered all the questions that were based on the 
implementation of gender equality in the employment of S.S.S. managers in 
the District of Butterworth. These were the responses that the Assistant 
Director of the Human Resource Section of the Department of Education in 
the District of Butterworth gave: 
 
4.3.1 THE DIRECTOR’S ROLE IN PROMOTING GENDER EQUALITY  
In terms of Section 20 of the Employment Equity Act (EEA) (Act 55 of 1998), a 
designated employer must achieve employment equity by ensuring that there 
is equitable representation in all occupational categories and levels in the 
employers’ workforce by doing gender analysis of the workforce in 
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occupational categories and levels, preparing and implementing an equity 
plan, monitoring and evaluating the progress made in achieving gender 
equality in the workplace.  This was what was expected of the Director of the 
Human Resource Section of the Department of Education in the District of 
Butterworth, as a designated employer, to promote gender equality, by 
conducting gender analysis of S.S.Ss managers in and report to the district 
managers, educators and parents who are members of the S.G.Bs and 
involve them to prepare an equity plan, monitoring and evaluating structures 
and strategies. 
 
 The Assistant Director said that the Human Resource Section played no role 
in the promotion of gender equality in the employment of S.S.Ss managers, 
because the SBG chose a candidate that it judged fit to be a manager of that 
particular school. “The Human Resource Section plays no part in promoting 
gender equality in the employment of S.S.S.s, because the SGB chooses the 
candidate that it judges to be fit to be a manager of that particular school” 
 
4. 3. 2 THE DIRECTOR’S PLAN TO PROMOTE GENDER EQUALITY 
In terms of Section 20 of EEA, a designated employer must prepare and 
implement an employment equity plan which will achieve a reasonable 
progress towards employment equity in that workers’ workforce. The plan 
must state the objectives to be achieved for each year of the plan. In terms of 
Section 25 of the EEA, a summary of the EEA should be displayed in a 
prominent and accessible place in the workplace.  Employees should have 
access to the most recent report submitted by that employer to the Director- 
General. An employer, who has an employment equity plan, must take a copy 
of the plan available to its employees for copying and consultation. This was 
what was expected from the Director of the Human Resource Manager after 
consultation with parents, educators, union members and circuit managers in 
order to discuss and agree on a plan to be drawn, display the plan in a 
prominent and accessible place in the workplace and implement in promoting 
gender equality in the employment of S.S.Ss. in the District of Butterworth. 
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The Assistant Director said that the Human Resource Section has no plan to 
promote gender equality in the employment of S.S.Ss managers as it was the 
S.G.Bs. who recommended the candidate to be appointed to be a manager of 
a school. “The Human Resource Section does not have a plan to promote 
gender equality in the employment of S.S.S.s managers as the SGBs 
recommend who should be employed as a school manager” 
. 
4. 3. 3 THE DIRECTOR’S ROLE IN ENFORCING GENDER EQUALITY 
The EEA states that a designated employer, in the employment equity plan, 
must state affirmative action measures to be implemented where under 
representation of people from the designated groups has been identified by 
the analysis. In terms of Section 15(1) of the EEA, the affirmative action 
measures are defined as measures designed must ensure that suitably 
qualified people from designated groups are equitably represented in all 
occupational categories and levels in the workforce of a designated employer. 
In essence, affirmative action means preferential treatment of previously 
disadvantaged people. Affirmative action is a means to achieve employment 
equity. In this study, people who were disadvantaged were women. The 
Director should use affirmative action to enforce gender equality in the 
employment of S.S.Ss managers in the District of Butterworth. 
 
The Assistant Director said that the Human Resource Section did not enforce 
gender equality in the employment of S.S.Ss. managers in the District of 
Butterworth because the Director only employs a candidates recommended 
by the S.G.Bs. to be managers of schools. “The Human Resource Section 
does not enforce gender equality in the employment of S.S.S.s. manager” 
 
4. 3. 4 DIFFICULTIES IN IMPLEMENTING GENDER EQUALITY 
Implementing gender equality is a huge task to do and achieve; it is bound to 
have its own difficulties because people compete for a senior post. 
Implementing gender equality in Butterworth in this post means implementing 
affirmative action, which means considering only women should there be 
vacancies, which may be opposed by parents, educators, union members and 
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the male candidates as discriminatory. This means that planning with the 
involvement of all the stakeholders is needed in order to prepare for problems 
that may arise. This is what was supposed to happen in the Department of 
Education in the District of Butterworth.  
The Assistant Director said the Human Resource Section did not implement 
gender equality; hence it did not have problems in implementing gender 
equality in the employment of S.S.Ss. managers in Butterworth. 
“The Human Resource Section does not have problems in implementing 
gender equality in the employment of S.S.S.s. managers because it does not 
implement gender equality in the employment of S.SS.s. managers” 
 
4. 3. 5 MEASURES USED TO SOLVE DISPUTES 
The EEA (Section 20) states clearly that a designated employer, after 
consultation with the relevant stakeholders, must have an internal procedure 
to solve any dispute about the interpretation and implementation of the gender 
equity plan. The Director of the human Resource Section must have an 
internal procedure in order to solve disputes arising from implementing the 
gender equity in the employment in the employment of S.S.Ss. manager in the 
district of Butterworth. 
The Assistant Director said the Human Resource Section did not have 
measures to solve disputes arising from implementing gender equality 
because their office did not implement gender equality in the employment of 
S.S.Ss. in the District of Butterworth.  “The Human Resource Section does not 
have measures to solve disputes arising from implementing gender equality in 
the employment of S.S.S.s. managers.” 
 
4. 3. 6 MONITORING GENDER EQUALITY 
In terms of Section 20 of the EEA, the designated employer in the 
employment equity plan must state the persons in the workforce, including 
senior managers, responsible for monitoring and implementing the plan. In the 
case of the Department of Education in the District of Butterworth, monitoring 
can be done by the circuit managers who know the number of schools and the 
number of male and female managers in their circuits. 
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The Assistant Director said that the Human Resource Section did not monitor 
the implementation of gender equality because it was the SBG of each school 
that chose and recommended who should be the manager the school. “The 
Human Resource Section does not monitor the implementation of gender 
equality in the employment of S.S.S.s. managers” 
 
 4. 3. 7 EVALUATION OF THE IMPLEMENTATION OF GENDER EQUALITY 
In terms of Section 20 of the EEA, the employment equity plan must state the 
procedures that will be use to evaluate the implementation of the plan and 
whether reasonable progress is being towards implementing the employment 
equity. This was what was expected from the Director of the Human Resource 
Section of the Department of the Department of Education in the district of 
Butterworth to have a plan stating clearly the procedure and the structure 
responsible for evaluating the implementation of the employment equity plan. 
 
The Assistant Director said the Human Resource Section did not evaluate the 
implementation of gender equality because the section did not have the plan 
to implement gender equality. “The Human Resource Section does not 
evaluate the implementation of gender equality in the employment of S.S.S.s. 
managers.” 
 
4. 4 RESPOSES FROM PARENTS AND EDUCATORS WHO WERE 
MEMBERS OF SCHOOL GOVERNING BODIES 
12 parents who were members of SGBs were systematically selected  from 10 
S.S.Ss. Six (6) respondents (three (3) men and three (3) women) selected 
from schools that were managed by men and six (6) respondents (three (3) 
men and three (3) women selected from schools whose managers were 
women). Twenty (20) educators (five (5) men and five (5) women 
systematically  selected from men managed schools and five (5) men and five 
(5) women systematically  selected from women managed school.  Face-face-
interviews were conducted on all of them. The total number of respondents 
was thirty-two (32). They were asked questions concerning gender equality in 
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the employment of S.S.Ss managers in the District of Butterworth. They 
answered all the questions as follows: 
 
4. 4.1 Awareness that there were more men (65%) than women (35%) 
Managers of S.S.Ss in the District of Butterworth 
Statistics about the gender representation in the position of being a manager 
of a S.S.S. is a reality that should be known by school governors and 
educators in order to know which gender is under represented. This would 
help in the planning of an employment equity plan that Section 20 of the EEA 
demands the designated employer in consultation with parents, educators, 
union members and the circuit managers to draw.  
 
All educators and parents were aware that there were more male S.S.S 
managers than women S.S.S managers, even though all of them did not know 
the exact statistics. They knew that from looking at the attendance registers 
they filled in during the SBGs’ meetings they usually attended.  
 
All the respondents were aware that were more male managers than female 
managers in S.S.Ss. “I am aware that there are more male S.S.S.s. managers 
than female S.S.S.s managers. This, I noticed in the attendance register of 
the workshops that I usually attend as an S.G.B. member”, one of the parents 
said. “I know for sure that there are more male S.S.S.s. managers than female 
ones, but I do not know the real figures”, one of the educators said. 
 
 
 
   
   
4. 4. 2 AWARENESS OF LEGISLATION THAT PROMOTES GENDER 
EQUALITY 
The Employment Equity Act (EEA) (ACT 55 of 1998) was promulgated in 
1999. The focus of the Act is the eradication of unfair discrimination in any 
form of hiring, promotion, training, pay, benefits and retrenchments in 
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organisations. The purpose of the Act is to achieve equity in the workplace by 
promoting equal opportunity and fair treatment in employment through the 
elimination of unfair discrimination and the implementation of affirmative 
measures to redress the disadvantages in employment experienced by 
designated groups, in order to ensure their equitable representation in all 
occupational categories and levels in the workforce. 
 
All the educators were aware of the legislation from the union meetings they 
have attended and from their private studies and the call to always have equal 
gender representation in the structures that include the School Management 
Teams and the School Governing Bodies. “I am fully aware of the act and we 
implement it in all the structures that we have at school as educators”, said 
one educator. 
 
 Only two parents, a woman and a man were also aware of the legislation 
even though they did not know the details of the Act. They knew that the Act 
was about equal gender representation in the workplace and in the structures 
that are formed in schools. 10 parents did not know the Act, but they knew the 
practice of having equal gender representation in the structures that function 
in schools, not knowing that those were base on the EEA. “I know that there is 
a gender equality act, but I do not know its details”, one of the parents who 
claimed to know about the existence of gender equality legislation said. “I 
have not heard about such legislation”, said one of the ten parents who do not 
know about the existence of gender equality legislation. 
 
Educators were aware of the legislation that promotes gender equality, 
whereas a majority of parents were not aware of the existence of the 
legislation that promotes gender equality. 
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4. 4. 3 CONSIDERATION OF GENDER WHEN EMPLOYING A SCHOOL 
MANAGER 
The EEA was to, among other goals, to eliminate unfair discrimination in 
employment and ensure the implementation of employment equity to redress 
the effects of discrimination. Whenever a S.S.Smanager was to be employed, 
there should be gender consideration of the person to be employed informed 
by the statistics of the S.S.Ss. in order to achieve gender equality in the 
employment of S.S.Ss managers in the circuit and in the in the district. 
 
All the participants said that they did not consider gender equality when 
employing a S.S.S manager because the shortlisted candidates usually 
qualified for the post; hence recommendation was done on merit. Also, if they 
were satisfied with the work of an acting manager, they would agree to 
recommend that person to be appointed to the post. All the parents even said 
that they preferred the home grown person to be a school manager (except 
there is proof that the person was not liked by the community members 
because of unacceptable behaviour he or she displayed in the community) 
because it would be easier to work with him or her. They believed that the 
person would be empathetic to learners because of the knowledge of their 
parents and the learners themselves and would work for the development of 
the area through educating their children. Educators insisted that they 
preferred that appointment should be done on merit. “I see no need to 
consider gender equality in the appointment of S.S.S.s. manager, 
appointment is done on merit, unless there is a candidate from our area whom 
we always prefer because he/she is one of us. 
 
All the respondents said that they did not consider gender equality when 
employing a school manager; they look for the best candidate for the post. 
 
 
 
 
54 
 
All the respondents said that they did not consider gender equality when 
employing a school manager; they look for the best candidate for the post. 
 
4. 4. 4 DIFFICULTIES IN IMPLEMENTING GENDER EQUALITY 
Introducing a new thing is usually difficult to do especially if it needs wide 
consultation of the stakeholders because it faces rejection from some 
individuals and groups. The designated employers need to implement the 
EEA because it is law. 
All the female participants agreed that implementing gender equality is not 
difficult to do because the EEA is a law that must be observed.  The Director 
of the Human Resource Manager, Circuit Managers, educators, parents and 
union members should have plans for each circuit and employ suitably 
qualified women to fill in the posts using affirmative action as a reason for 
employing women only in the new vacant positions in order to achieve gender 
equity in this position, as currently there are more male S.S.S. managers than 
female managers. All male participants said that they preferred appointments 
to this post be done on merit and not compromise quality management on 
grounds of affirmative action. “I prefer appointments to be done on merit”, said 
one of the male interviewees. 
Female parents and educators saw no difficulty in implementing gender 
equality, whereas male parents and educators did not want to compromise 
quality of management on grounds of affirmative action. “Appointments to this 
position should be done on merit, we cannot compromise the quality of school 
management because of gender equality in this position,” said one male 
parent. They wanted appointments to be done on merit. “To implement the 
law, the remaining schools should be headed by women should vacancies 
exist”, one female interviewee said in supporting that there is no difficulty in 
implementing gender equality in the employment of S.S.Ss. managers. 
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4. 4. 5 SOLVING GENDER EQUALITY DISPUTES IN THE EMPLOYMENT 
OF S.S.Ss MANAGERS 
In terms of Section 20 of the EEA the designated employer must in an 
employment equity plan include internal procedures to resolve any disputes 
about the interpretation or implementation of the plan.  The question wanted 
to know if gender equality should be achieved by employing only women 
should there be a vacancy to achieve gender equality or let people to be 
employed on merit and let gender equality happen naturally. 
Women favoured employment of women in the position in order to achieve 
gender equality. “Employ women to be S.S.S.s. managers should there be 
vacancies”, said one of the female interviewees, while men wanted 
employment to this position to be done on merit and let employment equity 
happen naturally. “S.S.S. managers should be employed based on their 
performance in the interviews”, said one male candidate who wanted gender 
equity to happen naturally. 
 
4. 4. 6 SUPPORT OF GENDER EQUALITY 
The Constitution of the Republic of South Africa Act of 1996, Chapter 2, the 
Bill of Rights, declares that people are equal in among other things, gender. 
The EEA advocates that there should be equality in all occupational 
categories and levels of the workforce. The researcher wanted to know if the 
respondents support gender equality in the position of being a S.S.S. 
manager. 
All the participants said that they supported gender equality in all occupational 
categories and levels of the workforce. “I support it 100%”, said one of the 
female interviewees. I support gender equality, but it should not be forced 
upon schools”, one of the male interviewees said. 
 
 
 
4. 4. 7 AWARENESS THAT SGBs CAN IMPLEMENT GENDER EQUALITY 
In terms of Section 20 (1) (c) of South African Schools Act ( Act 84 of 1996) 
the school governing bodies among other duties recommend the appointment 
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of properly qualified educators and non-educator staff of the school to the 
Head of the Department, whom at the District of Butterworth, Department of 
Education represented by the Director of the Human Resource Section. The 
SGBs are the structures that are in a position to implement employment 
equity.   
All the members of the SGBs agreed that they were aware that they were in a 
position to implement gender equality as they recommend who should be a 
manager of a S.S.S. “I am aware, because S.G.B. members decide who 
should be appointed to this position”, one interviewee said. 
 
FIGURE 1: SUMMARY OF RESPONDENTS IN A TABULAR FORM  
The details of the responses by respondents are tables as follows: 
TABLE: 14 
No. of respondents Frequency Percentage 
33 33 100 
 
 
4.5 CONCLUSION 
This chapter presented data analysis and interpretation of the responses from 
the Assistant Director of the human Resource Section of the Department of 
Education, educators and parents, who were members of the SGBs of 
systematically selected   schools in the District of Butterworth. It would be 
difficult to achieve gender equality in the employment of S.S.Ss managers in 
the District of Butterworth, because the human resource section of the 
Department of Education did not take upon itself to implement gender equality 
by having a plan and a structure to implement, monitor and evaluate the 
implementation of the plan. The Human Resource Section has neglected its 
mandate to implement gender equality in the appointment of S.S.Ss. 
managers, as gender equality should be implemented in all the levels and 
categories of the workforce in terms of Section 15 (1) of the Employment 
Equity Act (Act 55 of 1998). These are the inhibiting factors in the 
achievement of gender equality in the employment of S.S.S. managers. 
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However, parents and educators are in favour of gender equality, which 
means they can implement it if they can be guided on how to do it.  The next 
chapter presents the recommendation deduced from the responses from the 
interviewees and area for further research and that completes the study. 
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CHAPTER FIVE 
RECOMMENDATIONS AND CONCLUSION 
 
5.1 INTRODUCTION 
This chapter aims to present recommendations and conclusion based on the 
responses of the respondents with the hope that the Butterworth Education 
district might use the information to achieve gender equality in the 
appointment of personnel to Senior Secondary Schools (S.S.Ss) manager 
positions. 
 
5.2 RECOMMENDATIONS 
Recommendations are suggestions that a researcher comes up with in an 
attempt to solve the problem that was investigated (Silverman, 2000: 122).The 
research shows that there is a huge problem faced by the Department of 
Education in the implementation of gender equality in the employment of 
S.S.Ss managers in the District of Butterworth. In this study, the researcher 
has come up with the following recommendations with the hope of solving 
gender equality in the employment of S.S.Ss managers in the District of 
Butterworth.  
 
 It is recommended that the Director of the Human Resource 
Department in the DoE in the District of Butterworth takes a leading 
role, by using the Employment Equity Act (Act 55 of 1998) as a guide  
in the process of implementing gender equality in the employment of 
SSSs managers in the district by discussing and persuading the SGBs 
to allow gender equality to be implemented by recommending the 
appointment of a suitably qualified woman to this post whenever it is 
possible to do so, because gender equality is a government policy 
which seeks to redress the discrimination of the apartheid regime, as 
the country has a constitutional democracy. 
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 It is recommended that circuit managers take a leading role in 
campaigning in favour of gender equality in the employment of S.S.S.s 
managers in the circuits, by educating the parents and educators about 
it.  
 
 It is recommended that that the SGBs take a leading role in the 
implementation of gender equality in the employment of S.S.S.s 
managers in schools. 
 
 It is recommended that that the Director of the Human Resource 
Department must timely, when new S.S.S.s managers are going to be 
employed, call meetings to be attended by the circuit managers, SGB 
members, and School Management Team (SMT) members and explain 
to them that gender equality is a government policy which must be 
implemented and discuss how best they can implement gender equality 
orderly and peacefully in order to achieve 50/50 gender representation 
as soon as it is possible.  
 
 It is recommended that the above stakeholders must collectively, under 
the guidance of the Director of the Human Resource Section, discuss 
and agree on a plan, procedure, and structure to implement, monitor, 
enforce, evaluate and solve disputes arising from the implementation of 
gender equality in the employment of SSSs managers in the District of 
Butterworth. 
 
 It is recommended that the structure that implements gender equality in 
the employment of SSSs managers must work in harmony with the 
SGBs and do it in a respectful, dignified and peaceful manner in order 
to avoid disputes that may arise from this process. 
 
CONCLUSION 
The study was undertaken in order investigate why the Department of 
Education has not achieved gender equality in the appointments of 
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S.S.S.s manager in the District of Butterworth, by establishing if there 
was a structure to plan, implement, monitor, solve problems and 
evaluate the process of implementing gender equality in the 
employment of S.S.S.s. managers. The study found that the 
Department of Education in the District of Butterworth did not 
implement gender equality in the employment of S.S.S.s managers.  It 
did not have a plan, a structure to implement, monitor, evaluate the 
plan, and solve problems arising from implementing it. Those were the 
problems that led to non-achievement of gender equality in the S.S.S.s. 
managers in the District of Butterworth.  
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APPENDIX 1 
INTERVIEW QUESTIONS FOR THE DIRECTOR OF HUMAN RESOURCE 
SECTION OF THE DEPARTMENT OF EDUCATION IN BUTTERWORTH 
 
 What is your role in promoting gender equality in the employment of 
managers of S.S.Ss.in Butterworth District? 
 What is your role in enforcing gender equality in the employment of 
managers of S.S.Ss. in Butterworth District? 
 What is your plan to promote gender equality in the employment of 
managers of S.S.Ss. in Butterworth District? 
 What difficulties do you encounter in implementing gender equality in the 
employment managers of S.S.Ss. in Butterworth District, if there are any?    
 Do you consider gender equality in the employment managers of S.S.Ss. 
in Butterworth District? 
 How do you monitor the implementation of gender equality in the 
employment of managers of S.S.Ss. in Butterworth District? 
 How do you evaluate the implementation of gender equality in the 
employment in managers of senior secondary schools in Butterworth 
District? 
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APPENDIX 2 
INTERVIEW QUESTIONS FOR SENIOR SECONDARY SCHOOL SGB 
MEMBERS (EDUCATORS AND PARENTS) 
 
 Are you aware that men constitute 65% and women 35% of S.S.Ss. 
managers in Butterworth District?  
 
 Are you aware that there is legislation that promotes the 
implementation of gender equality in all categories of workforce, 
whether it is a private or public workplace?  
 
 Do you consider gender equity in the employment of a S.S.S. 
manager? 
 
 Are there difficulties in implementing gender equality in the employment 
of S.S.Ss. managers? 
 
 How can difficulties in implementing gender equality in the employment 
of S.S.S. managers be solved? 
 
 5.1. Employ women only to close the gap 
 5.2. Employ on merit and let gender equality happen 
naturally  
 
 Do you support gender equality in the employment of S.S.Ss. 
managers? Support you answer with reasons.  
 
 Are you aware that the SGBs can play a huge role in achieving gender 
equality in the employment of S.S.Ss. managers by recommending the 
employment of suitably qualified female educators to be S.S.S. 
managers by the Director of Human Resource Section of the 
Department of Education? 
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APPENDIX 3 
A LETTER REQUESTING PERMISSION TO DO A RESEARCH IN THE 
DEPARTMENT OF EDUCATION IN BUTTERWORTH DISTRICT 
 Mandela Metropolitan University  
Summerstrand 
Port Elizabeth 
     6321 
           20/ 09/ 2013 
The District Manager 
Department of Education 
BUTTERWORTH 
4960 
Dear Sir 
REQUEST TO DO A RESEARCH IN THE DEPARTMENT OF EDUCATION 
IN BUTTERWORTH DISTRICT 
I am a registered student for a Master of Public Administration degree at the 
above mentioned university (Student number: 199052335). My research topic 
is: Gender equality in the employment of managers in senior secondary 
schools in Butterworth District. 
The purpose of the study is to investigate the implementation of equity 
legislation in the Department of Education in Butterworth District with specific 
reference to the employment of managers in senior secondary schools and 
make relevant recommendations. 
All ethical considerations including anonymity of the respondents, voluntary 
participation, informed consent of the participants and withdrawal from 
participating at anytime will be strictly adhered to. The information gathered 
from the respondents will only be used for academic purpose and not for 
personal use. 
For more information, contact me on 0736686921 or at 
sakibikitsha@gmail.com. 
Thanking you in advance for your co-operation in this regard. 
Yours faithfully 
S. Bikitsha  
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APPENDIX 4 
A LETTER REQUESTING RESPODENTS TO PARTICIPATE IN THE 
RESEARCH 
                                                      Nelson Mandela Metropolitan University 
P.O. Box 7770 
Port Elizabeth 
                                            6321 
                                                      2013-09-20 
Dear Sir/ Madam 
REQUEST TO PARTICIPATE IN A RESEARCH 
I am a registered Master of Public Administration Degree student at the above 
university (Student number: 199052335) and my topic of research is: Gender 
equality in the appointment of managers of senior secondary schools in 
Butterworth District. 
The study hopes to use the information gathered to make recommendations 
to help the department pursue gender equality with specific reference to 
managers in secondary schools.  
All ethical considerations including confidentiality of participation voluntary 
participation informed consent, anonymity of the respondents, withdrawal at 
any stage of the research and that the information gathered will only be used 
for academic purposes only will be strictly adhered to.  
In this study, you will be asked to answer a questionnaire or avail yourself for 
an interview at a date, venue and time convenient to you. 
Your participation in this study will be highly appreciated. 
For more information, contact me on 0736686921 or at 
sakibikitsha@gmail.com. 
Thanking you in advance for your co-operation in this regard. 
Yours sincerely 
S. Bikitsha 
RESEARCHER 
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